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ARTICLE I
 
RECOGNITION
 
The County of Jefferson, Employer, recognizes the Jefferson County Sheriff's Employees, Local 3089 
Security and Law Enforcement Employees Council 82, AFSCME, AFL-CIO, as the sole employee 
organization for the purpose of negotiating collectively in the determination of an administration of 
grievances arising under the terms and conditions of employment for full-time employees in the 
bargaining unit as defined in Appendix A. 
The Jefferson County Sheriff's Employees be recognized as the sole bargaining agent for all full-time 
employees in the job classifications listed in the attached schedules, and that terms and conditions of 
employment shall be negotiated by the Jefferson County Sheriff's Employees negotiating team and the 
employees represented thereby. 
The Jefferson County Sheriff's Employees affirms in writing that it does not assert the right to strike 
against Jefferson County, to assist or participate in any strike, or to impose an obligation to conduct, 
assist, or participate in a strike. 
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TERMS AND CONDITIONS OF EMPLOYMENT
 
Article I-A. 
Section 1. 
Section 2. 
Section 3. 
Hours of Work 
The normal work day will not exceed eight hours. 
The regular work week for all personnel shall be 40 hours per week consisting of 5 
consecutive days of 8 hours each with 2 consecutive days off. For purposes of 
overtime calculations, the work week shall commence at 12:01 a.m. Sunday and end at 
12 midnight Saturday. 
Commencing with the issuance of the general orders, briefing time shall be 15 minutes 
prior to beginning of the shift and compensable only for employees reporting for the 
start of the scheduled shift. There shall be a maximum of one briefing period per day 
per employee. 
Employees covered by this agreement shall be paid time and one-half for hours worked 
over 40. For the purpose of this agreement, vacation and holiday leave shall be 
construed as time worked. 
1 a. Shift schedules shall be determined by the Department Head. 
b. The Department Head will give prime consideration to seniority in the 
establishment of staffing patterns whenever it is feasible and consistent with 
demands on the department and staffing available. 
With the exception of emergency and overtime situations, employees will be 
provided with a minimum of 8 hours between shifts. 
c. Definition of assignment shall be a shift, work location and gender where 
applicable. 
d. Assignment positions available for bid by Correction Officers are Classification 
Officer and those posted on the bid position chart. 
e. Total number of assignment positions in each category per shift shall be at the 
sole and exclusive discretion of the County. 
2 a. Assignments to be filled will be bid when they are permanently vacant as a 
result of a terminal personnel action (i.e., resignation, retirement, termination, 
provisional or permanent promotion). All other vacancies shall be considered 
temporary vacancies and shall be filled on the basis of seniority. Nothing in this 
Article shall place any obligation on the Employer to fill a vacant position or 
restrict the Employer's discretion to determine the number or classification of 
positions that are on duty at any time. 
b. Assignments that are permanently vacant, and are to be filled, as provided 
above, will be posted for 14 days. Upon completion of the bidding period, 
whenever possible, the position wiIl be permanently filled with the posting of 
the next 28 day schedule. Positions that are vacant awaiting bids will be filled 
during the interim period on the basis of seniority. Employees benefitting from 
a change in assignment understand that as a result of their position change, their 
pass days may be altered with the posting of subsequent schedules. 
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c. Employees who are filling an assignment for purposes of swaps or overtime will 
B. 
Section 1. 
Section 2. 
Section 3. 
accept the assignment of the employee for whom they are swapping. 
d.	 If there are insuffIcient applicants to fill a vacancy the Employer will assign the 
least senior person to the position. 
3.	 Assignments will be filled on the basis of seniority provided the employee has 
the qualifications (Classification Officer) and ability necessary to properly 
perform the assignment. 
4.	 The Employer reserves the right to make assignments for special circumstances 
including training periods, and critical and/or emergency conditions as 
determined by the Department Head or his/her designee. 
S.	 Grievances relating to assignments from Article 1 Section 3 may be processed 
up to stage three of the grievance procedure. 
6.	 The Department Head shall have the exclusive right to determine the nature and 
duration of light duty or modified duty assignments for employees who are 
disabled, consistent with statute and Civil Service Law. All assignments will be 
made on a fair and equitable basis. 
7.	 The parties agree that this is the complete procedure for the assignment of 
Correction Officers. 
8.	 Either party may request a Labor Management Committee Meeting pursuant to 
Article XVI should questions arise over the implementation or interpretation of 
this article. 
Compensation 
Compensation for employees shall be based on the salary tables in Appendix A. 
Employees shall begin employment at the hiring salary for the grade unless the Human 
Resources Committee determines that the needs of their services require that 
compensation be fixed at a higher salary. 
Employees shall receive a salary increase of3.5% effective January 1,2005; a 3.5% 
increase effective January 1,2006; a 3.5% increase effective January 1, 2007 through the 
payroll period ending immediately following ratification and increasing .25% to 3.75% 
effective the first full payroll period following ratification through December 31, 2007; a 
3.75% increase effective January 1,2008; a 3.75% + $50.00 increase effective January 1, 
2009; and a 3.75% + $50.00 increase effective January 1,2010; in accordance with 
Appendix A. In addition, employees not at the top of the grade shall move to the next 
step on January 1,2005; and January 1,2006; and January 1,2007; and January 1,2008; 
and January 1,2009; and January 1,2010. No employee may exceed the maximum of the 
grade. Employees hired after July }'1 in each year shall not be eligible for step movement 
the following year. Retroactive salary payments shall be made to current employees only. 
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Section 4.	 A shift differential of five percent of their base salary shall be paid for all hours worked 
by an employee when a majority of their regularly scheduled shift hours occur before 
7:00 a.m. or after 3:00 p.m. The differential will only be paid for assignments of four 
hours' duration or longer, on a scheduled shift that occurs before 7:00 a.m. or after 
3:00 p.m. 
Section 5.	 A longevity benefit will be awarded to employees in accordance with the salary 
schedule after ten (10), fifteen (15), twenty (20), and twenty-five (25) years of full-time 
continuous service. Such longevity payment will be tendered to the employee in the 
payroll period nearest the longevity anniversary date. 
Section 6.	 When an employee is promoted, he shall receive a six percent increase over the salary 
he would have otherwise received and be placed in the next appropriate step for the 
new grade. No one shall exceed the top of the range for the new grade. 
Section 7.	 Call-In Pay 
Whenever an employee is brought back to work for an unscheduled duty assignment, he 
shall be paid for a minimum of three (3) hours at regular rates. For purposes of this 
section, court appearances and subpoenas are considered as scheduled duty 
assignments. 
Section 8.	 Correction Officers who have been assigned Correction Sergeant's responsibilities or 
Dispatchers who have been assigned Senior Dispatcher's responsibilities by the 
Department Head or his/her designee shall be entitled to retroactive pay after being 
assigned in that capacity for a minimum of eight consecutive hours. Payment shall be 
an additional 70C per hour. 
Section 9.	 Safety Requests 
I. Safety screens shall be installed in all marked correction vehicles. 
2. Two officers shall be assigned to escort transportation of prisoners out of the 
County. Such assignment of officers shall be at the Department Head I s discretion. The 
Sheriff will issue General Orders to provide for constant supervision of prisoners being 
escorted to out of county facilities. 
3. There shall be an annual requirement of 8 hours of weapons qualification for 
employees required to use firearms. 
Section 10.	 Employees shall be required to take an annual physical examination. The Employer 
shall reimburse up to $75.00 per year toward the cost of the physical for the amount not 
covered by the employees' health insurance plan upon submission of an approved claim 
statement. The Department Head shall receive a copy of the results of the physical 
within two (2) weeks after the completion of the exam. 
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Section 11.	 a. The Employer agrees to furnish uniforms, shoes, and clothing accessories in 
accordance with Appendix B. The design and purchase of such uniforms and 
equipment shall be specified by the Employer. Uniforms and equipment that are 
damaged or destroyed will be turned in by the employee prior to the reissuance of these 
items. Equipment or uniforms that are lost shall be replaced at the personal expense of 
the employee. 
b. All members of the Association normally assigned to wear Class A uniforms will be 
provided with dry cleaning services for their uniforms at the rate of two (2) dry 
cleanings per week per member up to a total of $4500 per year. 
Section 12.	 Employees shall be permitted to take their lunch break as near as practicable to the 
midpoint of their work shift provided it does not interfere with departmental operations. 
Section 13.	 The practice of substitution where one employee voluntarily works for another shall be 
permitted provided that such substitution does not impose additional costs to the 
Department, is within the same job title, and a supervising officer under whose 
jurisdiction the substitution will occur gives advance approval. The Employer shall not 
be responsible for enforcing any agreement made between employees. 
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APPENDIX A
 
1-1-05 TO 12-31-05 
GRADE LONG STEP 1 
2080 
STEP 2 STEP 3 STEP 4 STEP 5 STEP E 
1 0.68 
28,267 
13.59 
29,349 
14.11 
30,410 
14.62 
31,616 
15.20 
32,822 
15.78 
34,154 
16.42 
2 0.73 
30,326 
14.58 
31,782 
15.28 
33,072 
15.90 
34,382 
16.53 
35,755 
17.19 
37,128 
17.85 
3 0.83 
34,632 
16.65 
36,234 
17.42 
37,773 
18.16 
39,437 
18.96 
40,976 
19.70 
42,474 
20.42 
1-1-06 TO 12-31-06 
GRADE LONG STEP 1 
2080 
STEP 2 STEP 3 STEP 4 STEP 5 STEP f 
1 0.70 
29,266 
14.07 
30,368 
14.60 
31,491 
15.14 
32,739 
15.74 
33,987 
16.34 
35,339 
16.99 
2 0.75 
31,387 
15.09 
32,885 
15.81 
34,216 
16.45 
35,589 
17.11 
37,003 
17.79 
38,438 
18.48 
3 0.86 
35,859 
17.24 
37,502 
18.03 
39,104 
18.80 
40,810 
19.62 
42,411 
20.39 
43,971 
21.14 
GRADE 1 
GRADE 2 
GRADE 3 
DISPATCHER 
CORRECTION OFFICER 
SENIOR DISPATCHER 
TECHNICAL COMMUNICATIONS OFFICER 
CORRECTION SERGEANT 
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APPENDIX A 
1-1-07 TO RATIFICATION 
GRADE LONG STEP 1 
2088 
STEP 2 STEP 3 STEP4 STEP 5 STEP 6 
1 0.73 
30,401 
14.56 
31,550 
15.11 
32,719 
15.67 
34,014 
16.29 
35,308 
16.91 
36,707 
17.58 
2 0.78 
32,615 
15.62 
34,160 
16.36 
35,559 
17.03 
36,978 
17.71 
38,461 
18.42 
39,943 
19.13 
3 0.89 
37,250 
17.84 
38,962 
18.66 
40,632 
19.46 
42,407 
20.31 
44,057 
21.10 
45,685 
21.88 
RATIFICATION TO 12-31-07 
GRADE LONG STEP 1 
2088 
STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 
1 0.73 
30,464 
14.59 
31,633 
15.15 
32,782 
15.70 
34,097 
16.33 
35,392 
16.95 
36,811 
17.63 
2 0.78 
32,698 
15.66 
34,243 
16.40 
35,642 
17.07 
37,062 
17.75 
38,544 
18.46 
40,027 
19.17 
3 0.89 
37,333 
17.88 
39,046 
18.70 
40,716 
19.50 
42,512 
20.36 
44,161 
21.15 
45,790 
21.93 
GRADE 1 
GRADE 2 
GRADE 3 
DISPATCHER 
CORRECTION OFFICER 
SENIOR DISPATCHER 
TECHNICAL COMMUNICATIONS OFFICER 
CORRECTION SERGEANT 
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1-1-08 TO 12-31-08 
GRADE LONG STEP 1 
2096 
STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 
1 0.76 
31,733 
15.14 
32,949 
15.72 
34,144 
16.29 
35,506 
16.94 
36,848 
17.58 
38,336 
18.29 
2 0.81 
34,060 
16.25 
35,674 
17.02 
37,120 
17.71 
38,587 
18.41 
40,138 
19.15 
41,689 
19.89 
3 0.93 
38,881 
18.55 
40,683 
19.41 
42,423 
20.24 
44,268 
21.12 
45,986 
21.94 
47,684 
22.75 
1-1-09 TO 12-31-09 
GRADE LONG STEP 1 
2088 
STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 
1 0.79 
32,844 
15.73 
34,097 
16.33 
35,329 
16.92 
36,728 
17.59 
38,127 
18.26 
39,651 
18.99 
2 0.84 
35,245 
16.88 
36,916 
17.68 
38,419 
18.40 
39,943 
19.13 
41,530 
19.89 
43,138 
20.66 
3 0.96 
40,236 
19.27 
42,073 
20.15 
43,890 
21.02 
45,811 
21.94 
47,586 
22.79 
49,319 
23.62 
GRADE 1 
GRADE 2 
GRADE 3 
DISPATCHER 
CORRECTION OFFICER 
SENIOR DISPATCHER 
TECHNICAL COMMUNICATIONS OFFICER 
CORRECTION SERGEANT 
8 
APPENDIXA 
1-1-10 TO 12-31-10 
GRADE LONG STEP 1 
2088 
STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 
1 0.82 
34,139 
16.35 
35,433 
16.97 
36,728 
17.59 
38,169 
18.28 
39,630 
18.98 
41,217 
19.74 
2 0.88 
36,624 
17.54 
38,357 
18.37 
39,923 
19.12 
41,489 
19.87 
43,159 
20.67 
44,808 
21.46 
3 1.00 
41,802 
20.02 
43,723 
20.94 
45,581 
21.83 
47,586 
22.79 
49,423 
23.67 
51,240 
24.54 
GRADE 1 
GRADE 2 
GRADE 3 
DISPATCHER 
CORRECTION OFFICER 
SENIOR DISPATCHER 
TECHNICAL COMMUNICATIONS OFFICER 
CORRECTION SERGEANT 
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GENERAL PROVISIONS
 
ARTICLE II - GENERAL CONDITIONS
 
Section 1. 
Section 2. 
Section 3. 
Section 4. 
Section 5. 
The Association agrees pursuant to Section #210, Subdivision 1, that neither the 
Association nor any employee represented by the Association shall engage in a strike or 
shall cause, instigate, encourage, or condone a strike. 
There shall be no discrimination against any employee because of race, creed, color, 
sex or national origin or political affiliation, and further, there shall be no 
discrimination among employees by virtue of participation or non-participation in 
Association affairs. References to employees in this agreement designate both sexes. 
Employees shall not be required to take a polygraph test. 
The County agrees to deduct from paychecks and remit to the Association regular 
membership dues for members of the Association who have signed authorization cards 
permitting such payroll deductions. It is also agreed to deduct Accident, Health and 
Life Insurance premiums, and Credit Union deductions. 
The Association is granted the privilege of using bulletin boards maintained on the 
premises and facilities of the County with the exception of those located in the Court 
House and those specifically designated for legal notices. The boards shall be used 
only for the following notices: 
a. Recreational and social affairs of the Association; 
b. Association meetings; 
c. Association elections; 
d. Reports of Association Committees; 
e. Rulings or policies of the State Association. 
The posting of any other notices or communications shall require prior approval of the 
County or its designee. 
The County agrees to deduct from paychecks and remit to Council 82, 63 Colvin 
Avenue, Albany, NY 12206, regular membership dues for the members of the 
Association who have signed authorization cards permitting such payroll deductions. It 
is also agreed to deduct Accident, Health and Life Insurance premiums, and Credit 
Union deductions. Jefferson County Sheriff's Employees/Council 82, having been 
recognized or certified as the exclusive representative of employees within the 
negotiating unit, shall be entitled to have deductions made from the wage or salary of 
employees of said bargaining unit who are not members of the Jefferson County 
Sheriff's Employees/Council 82, provided that 85 % of those employees eligible shall be 
certified to have enrolled in the union. Employees shall not pay agency shop fees until 
after six months of employment. The amount to be equivalent to the dues levied by the 
Jefferson County Sheriff's Employees/Council 82 and the fiscal or dispersing officer 
shall make such deductions and transmit the sum so deducted to the Jefferson County 
Sheriff's Employees/Council 82. The Jefferson County Sheriff's Employees/Council 
10 
82 agrees to hold the (Employer) safe and harmless because of said deductions. The 
County agrees that if legislation is passed by the State Legislature and signed by the 
Governor to mandate agency shop for County Government, the County will comply 
without further negotiations on this subject. 
Section 6.	 Employees shall be allowed to charge union leave (UL payroll code) for legitimate 
union business subject to the approval of the Department Head or his/her designee. 
The Employer will provide 25 days per year for all union business including 
grievances, arbitrations, PERB proceedings, disciplinary actions, and all other union 
business. Employees requesting union leave shall follow departmental procedures when 
seeking approval of such leave. There shall be no accrual of leave under this section. 
Labor management meetings and contract negotiations will not be deducted from the 25 
days. No more than two (2) employees who are on duty will be released with pay for 
contract negotiation sessions. 
Delegates to union conventions shall be permitted to attend provided such leave time is 
within the 25 day annual limit. The excuse time shall not be granted to more than two 
at any given time. Requests for such leave must be submitted five (5) days prior to 
such meeting. The Department Head may waive that provision when the union can 
demonstrate that the provision could not be met. 
II 
ARTICLE III - SENIORITY
 
Employees seniority shall be defined as meaning the length of continuous service from the last date of 
hire by the County. 
A.	 All new and vacant positions will be posted in the appropriate place. 
B.	 Seniority will be a determining factor for filling all positions within the bargaining unit 
providing minimum qualifications are met. 
C.	 Employee seniority shall be defined as meaning the length of continuous service from the last 
date of hire by the County except where otherwise provided by Civil Service Law. Seniority 
shall be the determining factor in layoffs. 
D.	 An employee who has been terminated because of a disability resulting from occupational 
injury or disease as defined in the Worker's Compensation Law and who has been reinstated or 
reappointed shall be deemed to have continuous service for the purposes of layoff and 
retention. 
E.	 New employees who successfully complete their probationary period shall be notified of same 
and placed on the seniority list. 
F.	 Employees who retire, resign or are laid off and are reinstated within one year shall not have a 
break in continuous service except as otherwise provided in law or rules. 
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ARTICLE IV - LEAVE
 
Section 1. Sick Leave 
Absence from duty by an employee of Jefferson County by reason of the employee's own sickness or 
disability shall be allowed as provided in this section and not otherwise. Absence from duty for such 
reasons, if duly granted by the Department Head, shall be considered and known as "sick leave". 
A.	 Sick leave shall be credited to an employee at the rate of 4.6 hours per bi-weekly 
payroll period. 
B.	 An employee who is absent on sick leave shall report his absence to his supervisor 
at the earliest possible time and the reason for the absence. 
C.	 Approval of sick leave shall be granted by the Department Head. 
D.	 Required Medical Certificate 
After 3 consecutive days of illness or after 8 cumulative days of illness during a 12 
month period, a medical certificate may be required before an employee may return 
to work. Employment connected injuries are not subject to this provision. 
E.	 Sick leave may be accrued up to a maximum of 1520 hours or 190 days. 
F.	 Sick leave time shall be allowable for continuous service, which shall include the 
total length of service which may have been interrupted due to one or more leaves 
of absence, and to lay offs not due to any fault of the employee, but, in the event of 
resignation or discharge of the employee, his accumulated and unused sick leave 
time shall be cancelled and not paid for. 
G.	 Sick leave pay is not allowed for absence from duty because of illness or injury 
purposely inflicted, or caused by willful misconduct. 
H.	 An employee who fraudulently reports illnesses in order to secure the benefit of 
sick leave with payor otherwise abuses the sick leave privileges will be subject to 
disciplinary action. 
I.	 Any additional absence up to ten (10) days per calendar year required for death or 
serious illness in the immediate family where direct medical care of the immediate 
family member, under doctor's orders, is required, may be charged to sick leave. 
A verified doctor's excuse will be required in all cases after twenty-four (24) hours 
have been used in a calendar year. For purposes of this section, immediate family 
shall include parent, legal guardian, spouse, child, stepchild, or legal dependent 
residing in the household. 
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Section 2. Bereavement Leave 
A.	 All employees shall be allowed three bereavement days for death in the immediate 
family. Immediate family shall include grandparents, brother, sister, spouse, 
child, guardian, father or mother of the employee or his spouse. 
B.	 Bereavement leave shall not be accumulated and shall be credited at the beginning 
of each calendar year. 
Section 3. Maternity and Other Leave Provisions 
A.	 Leave of Absence Without Pay Under Following Conditions: 
1. The employee holding a permanent position shall submit a written notification 
to her immediate supervisor at least four weeks prior to her anticipated departure 
and stating the probable duration of such leave. Such leave may be granted for a 
period of not more than twelve months. In no case shall the total period of leave 
exceed twelve months except as provided for by Rule XIX of the Civil Service 
Rules for the Classified Service of Jefferson County. 
2. In no case shall the employee be required to leave prior to childbirth unless, in 
the opinion of the Department Head, continuous employment may be injurious to 
the employee's health or her performance, or her attendance becomes 
unsatisfactory because of the pregnancy. 
B.	 Leave with Pay - Use of Sick Leave Credits: The use of accumulated sick leave 
credits may now be utilized for maternity disability in the following manner: 
1. Such sick leave credits shall be subject to the rules and regulations within 
Article IV covering leave, providing that where sick leave credits are utilized for 
absences of more than three consecutive work days, or after eight cumulative work 
days in a twelve month period, verification of medical disability and/or inability of 
the employee to perform her duties may be required before an employee may 
return to work. 
2. For any portion of a leave of absence for maternity purposes, during which time 
the employee is medically disabled from the performance of her duties, such 
employee shall be permitted to charge any and all leave credits, including sick 
leave credits, in the same manner as any other employee who is determined to be 
disabled. A medical certificate shall be required for any and all such disabilities in 
order to substantiate payment. 
3. Upon return from sick leave of thirty days or more or upon return from a 
maternity leave of absence without pay, whichever comes first, the employee shall 
submit to the Department Head a physician's statement attesting to the employee's 
recovery and physical fitness to perform her assignment. 
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C. Other Leave Provisions: 
1. Where an employee, other than an employee entitled to benefits under Section 207-C 
of the General Municipal Law, is entitled to receive Worker's Compensation disability 
payments under the Worker's Compensation Law for a disability sustained, arising from, 
or in the course of employment; they shall elect in writing whether they desire to use 
accrued sick leave during the period of disability in lieu of receiving Worker's 
Compensation payments. Such written notice shall be filed with the employing 
Department Head, the Workers' Compensation Committee, and the Human Resources 
Department. 
(a) Upon receipt of a request for reimbursement from the employing Department Head, 
reimbursement at the established worker's compensation rate in each instance will be made 
by the Workers' Compensation Department for the period of disability paid and 
reinstatement of sick time shall be made in accordance with the following formula: 
Weekly Workers' Compo disability rate= # of sick 
Employees daily rate of pay	 leave days 
per wk. re­
instated to the 
nearest 
V2 day 
(b) Effective June 30, 1980, Correction Officers shall be covered for Workers' 
Compensation under the provisions of Section 207-C of the General Municipal Law. 
Employees who are determined to be eligible for Section 207-C benefits shall not accrue 
nor be charged sick leave or vacation credit. Employees who are absent under the 
provisions of an approved 207-C leave and return to full-time duty shall receive longevity 
pay effective the payroll period of their return. 
2. An employee isolated or quarantined because of exposure to a communicable disease, 
shall for the purpose of this regulation be considered absent because of sickness and may 
be granted sick leave with pay during such isolation or quarantine, to the extent of his 
accumulated and unused sick leave time. 
3. A permanent employee may, in the discretion ofthe Department Head, be granted a 
leave of absence without pay for a period not exceeding one year. An employee may be 
required to exhaust accrued leave credits, consistent with the allowable use of leave in this 
contract, prior to the granting of an unpaid leave of absence. 
4. On proof of the necessity of jury service or attending court pursuant to subpoena or 
other order of the court, an employee shall be granted such leave of absence with pay, by 
the Department Head. In the event of jury service by an employee of the County, he shall 
receive his regular pay only, and shall not receive in addition to this the per diem allowed 
for jury service. 
5. When an employee is on a leave of absence for three months or longer the anniversary 
date for longevity and vacation leave will be adjusted to reflect the leave of absence. Sick 
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leave credits will be earned when an employee is on full pay status for 7 out of 10 days in 
the preceding payroll period except as noted in C - 1 (B). Days during which the 
employee is using accumulated sick leave credits, including Worker's Compensation, in 
excess of 60 calendar days, are not considered to be days on full pay status for purposes of 
earning sick leave. 
6. a. Employees working less than full-time (full-time is defined as working one-half the 
normal work week on a regular scheduled basis or earning one-half the base salary for the 
position in the graded salary plan) will not receive benefits. 
b. Employees who meet the minimum definition for full-time but who work less than the 
normal work week shall have sick leave, vacation, and holiday benefits granted to reflect 
the percentage of the total work week. Vacation, sick leave, and holiday credits will be 
applied retroactively providing the full-time definition has been met. 
c. Employees who are scheduled to work less than the standard work week and are 
subsequently appointed to full-time (40 hr. p/wk.) permanently encumbered budgeted 
positions shall be given a seniority date for the purposes of job bidding, annual leave and 
longevity benefits that corresponds to their first date of permanent employment to the full­
time (40 hr. p/wk.) encumbered position. Nothing in this section shall supersede, modify 
or replace the statutory definition of appointment or employment date(s) contained in NYS 
Civil Service Law, Civil Service Rules or other statute, law, rule, or regulation. 
7. Employees shall suffer no loss of pay to attend interdepartmental promotional civil 
service examinations held during their regular working hours. The employee shall submit 
a request for such leave two (2) weeks before the scheduled examination and submit proof 
that he took the examination. 
Section 4. Vacations 
A.	 Under ordinary circumstances, vacation credits shall be used during the twelve­
month period following which they were earned. Only in unusual situations, when 
in the opinion of the Department Head the best interests of the County are served 
by the employee not taking his vacation until some later date, will vacation credits 
be permitted to be carried over from one twelve-month period to the next, 
however, any such approved carryover shall be limited to a maximum of 20 days 
on the employee's anniversary date. 
B.	 Vacation credits may be used in a lump sum of the total credits earned as of the 
beginning date of a vacation, or in separate days, upon the approval of the 
Department Head. However, no more than three (3) days of vacation per year may 
be used in hourly units and no more than two (2) days of vacation per year may be 
used in one half day units. All vacation over five (5) days must be taken in units of 
one day or more. For purposes of charging vacation, the amount charged will 
reflect the normal work day. 
C.	 Vacation for employees will be assigned on a priority basis, recognizing seniority, 
for each week of vacation. Employees covered by this article shall indicate their 
vacation preference in a sign-up held prior to January 1st. It is intended vacations 
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shall be assigned on seniority insofar as this is possible, consistent with the proper 
operation of the department. The Department Head reserves the right to grant or 
deny any employee's request to take his vacation at a specific time and should it be 
necessary, the Department Head reserves the right to require an employee to take 
his vacation weeks nonconsecutively. The Department Head shall, on the basis of 
the sign-up, post a vacation schedule by December 31 s1. 
D.	 Legal holidays are not chargeable against sick leave or vacation credits. 
E.	 Upon the termination of an employee, either by resignation or retirement, and 
when at least two weeks notice is given by such employee of his intended 
termination, any unused vacation credits are to be compensated at the employee's 
regular rate of pay. In the case of retirement time worked from last anniversary 
date will be prorated and the additional vacation will be credited. In case of death, 
the Employer shall pay the full current cash value of the deceased's accumulated 
vacation time to the employee's beneficiary (ies) or estate. 
F.	 Vacation will be earned on the employee's anniversary date and shall not be used 
until earned. Vacation will be credited as follows: Upon completion of: 
1, 2, 3, 4 years of employment ­ 13 days per yr. 
5 years of employment - 14 days per yr. 
6 years of employment - 15 days per yr. 
7 years of employment - 16 days per yr. 
8 years of employment - 17 days per yr. 
9, 10, 11, 12, 13, 14 yrs - 18 days per yr. 
15, 16, 17, 18, 19 yrs - 23 days per yr. 
20 or more years of employment - 28 days per yr. 
Section 5.	 1. Under the "28 Day Work Schedule" the 12 annual paid holidays are normally 
scheduled as one of the three days of a three day pass in twelve of the 28 day work cycles 
each year. The three day pass contains a holiday day off and this provides progression of 
the days off on the work schedule, to the extent practical and consistent with proper staffing 
requirements, as determined by the Department Head. The regular work week will be 5 
consecutive work days plus two days off; except that one week out of the four within the 
cycle will normally be scheduled for 4 work days plus 3 off days. If due to the fact that 
proper coverage must be maintained by an employee working 6 consecutive days they will be 
paid in accordance with the overtime provisions of this contract for actual hours worked in 
excess of 40 during the workweek as defined in Article I-A. Sec.2. Nothing in this section 
shall be interpreted to restrict the Department Head, in his/her discretionunder Article VIII 
- Management Rights. 
2. Employees working a legal holiday shall receive time and one-half for hours worked. 
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ARTICLE V - TRAVEL ALLOWANCE
 
When an employee is required to use his personally owned automobile in the conduct of the County's 
business, he shall be reimbursed at the rate in cents per mile which is permitted by the IRS as a tax 
deduction. 
ARTICLE VI - RETIREMENT 
The County agrees to continue to provide the New York State 1I50th (Section 751 Retirement and Social 
Security Law) Retirement Plan or the New York State (Section 89A and 75) 25-year Sheriff's Non­
Contributory Retirement Plan and Section 411 as required by law. 
Refer to memorandum on Section 89 of the Retirement Law. 
ARTICLE VII - HOSPITALIZATION 
Section A.	 Effective January 1, 1998, the Employer will provide the Jefferson County Government 
Employees Health Benefits Program in accordance with the plan document as amended. 
Group Health Incorporated, or a mutually agreed-upon alternate provider, will act as third 
party administrator for the life of the agreement. 
Effective April 1, 2008, the Employer will provide the Jefferson County Government 
Employees Health Benefits Program in accordance with the plan document as amended in 
the document "Health Benefit Amendments II". Group Health Incorporated, or a mutually 
agreed upon alternate provider, will act as third party administrator for the program for 
the life of the agreement. 
Effective with the first full payroll period following ratification of this agreement, the 
employee cost of individual coverage is $46.00 per bi-weekly pay period. The employee 
cost of family coverage is $65.00 per bi-weekly pay period. Effective January 1,2008, 
the employee cost of individual coverage is $53.00 per bi-weekly pay period. The 
employee cost of family coverage is $77.00 per bi-weekly pay period. Effective January 
1, 2009, the employee cost of individual coverage is $61.00 per bi-weekly pay period. 
The employee cost of family coverage is $91.00 per bi-weekly pay period. Effective 
January 1, 2010, the employee cost of individual coverage is $69.00 per bi-weekly pay 
period. The employee cost of family coverage is $105.00 per bi-weekly pay period. 
Section B.	 An employee shall be entitled to enrollment in the Health Insurance Plan after six months 
of continuous employment. 
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Section C.	 Health Insurance coverage upon retirement 
1.	 Employees hired prior to 1-1-2001 shall be eligible to continue health coverage in
 
retirement provided they have met the following requirements:
 
A.	 completion of a minimum of ten years of full-time service with Jefferson 
County; and 
B.	 are employed by Jefferson County at the time of retirement; and 
C.	 are enrolled in the health plan at the time of retirement; and 
D.	 provide the Employer with proof of retirement and otherwise meet the 
definition of retirement as specified by the NYS Retirement System 
2.	 Employees hired or reinstated after 1-1-2001 through 12-31-2007 shall be eligible to 
continue health coverage in retirement provided they have met the requirements of 1. B., 
C., and D. of this section and meet the service requirements listed in the following 
schedule: 
County Service	 Share of monthly premium or premium equivalent cost 
Employee Share Employer Share 
10 years service but less than 15 years 50% 50% 
15 years service but less than 20 years 25% 75% 
20 years service or more 10% 90% 
3.	 Employees hired or reinstated on or after 1-1-2008 shall be eligible to continue health 
coverage in retirement provided they have met the requirements of 1. B., C., and D. of this 
section and meet the service requirements listed in the following schedule: 
County Service	 Share of monthly premium or premium equivalent cost 
Employee Share Employer Share 
10 years service but less than 15 years 75% 25% 
15 years service but less than 20 years 50% 50% 
20 years service or more 25% 75% 
Section D.	 The Employer will provide the IRS Section 125 spending account plan for employee 
contributions. The plan shall be administered in conformance with IRS regulations. The 
Association shall hold the Employer safe and harmless in the event of changes in the 
regulations. 
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ARTICLE VIII - MANAGEMENT RIGHTS
 
Subject only to the limitations set forth in this agreement, the County's rights to direct the work force shall 
be unimpaired. These rights shall include, but not be limited to, the right to decide the number and 
location of its operations, services to be rendered, and the methods, procedures, and means used in the 
operation of its services, and the control of the buildings, real estate, materials and all equipment which 
may be used in operating or supplying its services: to determine whether and to what extent work required 
in operating and supplying its services shall be performed by employees covered by this agreement, to 
maintain order and efficiency in all its departments and operations, including the right to hire, layoff, 
assign, transfer, promote, discipline, discharge, or suspend; to determine the starting and quitting time and 
the number of hours to be worked; and to take whatever action may be necessary to carry out the mission 
of the department, office, or agency concerned in accordance with the law. 
The above rights of the County are not all inclusive, but indicate the type of matters or rights which belong 
to or are inherent to the Employer. Any and all rights, powers, and authority the Employer had prior to 
entering into this agreement are retained by the Employer, except as expressly and specifically abridged, 
delegated, granted, or modified by this agreement. 
ARTICLE IX - SAVING CLAUSE 
If any article or section of this agreement or any addendum thereto should be held invalid by operation of 
Law or by any tribunal or competent jurisdiction, or if compliance with or enforcement of any article or 
section should be restrained by such tribunal, the remainder of this agreement and addendums shall 
continue in full force and effect. 
ARTICLE X - PREVIOUS PRACTICE 
All benefits and rights heretofore provided by work rules and regulations, Resolutions, or Local Laws and 
not specifically provided hereunder shall continue in effect. 
ARTICLE XI - MISCELLANEOUS 
Copies of this agreement will be available in the office of the Clerk of the Board of Legislators and upon 
request shall be furnished to any employee within the bargaining unit. Departmental Rules and Regulations 
shall be available from the respective Department Heads. 
Employees shall have the right during regular business hours to examine their personnel file maintained by 
the operating department. Requests shall be made at least 48 hours in advance to the Department Head or 
his designee. Such review shall be in the presence of the Department Head or his designee. 
An employee shall be informed of any document to be placed in his personnel file which may have an 
adverse effect on his employment and/or lead to disciplinary action. 
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ARTICLE XII - REIMBURSEMENT FOR JOB RELATED INSTRUCTION
 
This Article is intended to provide tuition reimbursement for job-related courses that are of mutual benefit 
to the Employer and employee in the direct provision of government services. The review of such courses 
shall include the relevancy of coursework to an employee's present duties, benefits to accomplishing or 
improving the Employer's delivery of services, and availability of appropriations. 
Course requests must meet the IRS criteria for tax deductible status to be considered for approval. 
Subject to the approval of the Department Head and review by the Human Resources Committee of the 
Board of Legislators, requests for the taking of specific courses at Jefferson Community College intended 
to improve the abilities of an employee in relation to his job performance will be granted without cost to 
the employee. Employees who fail to satisfactorily complete a course after the last date for withdrawal 
without penalty may be required to reimburse the County for the cost of the course pursuant to the decision 
of the Human Resources Committee. Each employee shall be entitled to a maximum of $660 ($800 
effective January 1, 2008) in tuition reimbursement each year. The County will not duplicate 
reimbursement from any source. In addition, tuition will be reimbursed at SUNY rates for courses 
approved by the Department Head and Human Resources Committee at other colleges. Said 
reimbursement shall be upon receipt of satisfactory completion of the course. 
ARTICLE XIII - REQUISITE LEGISLATIVE ACTION 
It is agreed by and between the parties that any provision of this agreement requiring legislative action to 
permit its implementation by amendment of law or by providing the additional funds therefor, shall not 
become effective until the appropriate legislative body has given approval. 
ARTICLE XIV - TERMINATION 
This agreement shall be effective January 1, 2005 and shall continue in effect until December 31, 2010. 
This contract will expire on December 31, 2010 provided that a new contract has been entered into to take 
effect on January 1, 2011. If the parties hereto have failed to agree upon a new contract on or before 
January 1, 2011 all of the terms and conditions set forth in this agreement shall continue in full force and 
effect until the date of execution of a new agreement, provided, however, that nothing herein contained 
shall preclude the parties from meeting from time to time to renegotiate their differences. 
ARTICLE XV - PERSONAL PROPERTY DAMAGE 
Authorized use of an employee I s personal property destroyed or damaged in the performance of duty may 
be replaced or repaired at County expense if approved by the Department Head. 
ARTICLE XVI - LABOR MANAGEMENT MEETINGS 
Two representatives of the Association and two representatives of the Employer will meet at mutually 
agreed upon times to foster communications between the parties and to discuss issues of labor/management 
concern. A written agenda will be submitted at least ten days prior to the meeting by either party. 
Association representatives will suffer no loss of payor leave credits for attendance at these meetings. 
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ARTICLE XVII - GRIEVANCE
 
Section 1. A. Declaration of Policy 
In order to establish a more harmonious and cooperative relationship it is hereby declared to 
be the purpose of this procedure to provide for settlement of certain differences between the 
County's employee and the County government through procedures under which either 
party may present grievances, free from coercion, interference, restraint, discrimination, or 
reprisal. The provisions of this resolution shall be liberally construed for the 
accomplishment of this purpose. 
B. Definitions 
As used herein, the following terms shall have the following meanings: 
a. "Government" or "Employer" shall mean the County of Jefferson. 
b. "Public employee" or "employee" shall mean any person covered by the terms 
of this contract. 
c. "Party" shall mean any person covered by the terms ofthis contract, whether he 
is an employee or the Employer. 
d. "Immediate Supervisor" shall mean the employee or officer on the next higher 
level of authority above the employee in the department wherein the grievance 
exists and who normally assigns and supervises the employee's work and approves 
his time record or evaluates his work performance. 
e. "Grievance" shall mean any claimed violation, misinterpretation or inequitable 
application of the terms and conditions of this contract. 
f. The work "days" shall mean all days other than Saturdays, Sundays, and legal 
holidays. Saturdays, Sundays, and legal holidays shall be excluded in computing 
the number of days within which action must be taken or notice given within the 
terms hereof. 
C. Basic Standards and Principles 
a. Every employee covered by this contract shall have the right to present his 
grievances to his Employer, free from interference, coercion, restraint, 
discrimination or reprisal, and the grievance procedure established shall provide the 
right to be represented at all but the initial stage thereof if the employee so chooses. 
b. It shall be a fundamental responsibility of supervisors at all levels commensurate 
with the authority delegated to them by their superiors, promptly to consider and 
take appropriate action upon grievances presented to them by employees under their 
supervision. 
c. It shall be the responsibility of the Department Head to take such steps as may 
be necessary to give effect to the provisions of this procedure. 
d. The informal resolution of differences prior to initiation of action under the 
formal grievance procedure is to be encouraged. 
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D. Grievances and Procedural Requirements 
a.	 Initial Presentation 
1. An employee who claims to have a grievance shall present his grievance to 
his immediate supervisor, orally, within ten (10) days after the grievance 
occurs. 
2. The immediate supervisor shall discuss the grievance with the employee, 
shall make such investigation as he deems appropriate and shall consult with 
his superiors to such extent as he deems appropriate, all on an informal basis. 
3. Within three (3) days after presentation of the grievance to him, the 
immediate supervisor shall make his decision and communicate the same to the 
employee presenting the grievance. 
b.	 Second Stage 
1. If an employee presenting a grievance be not satisfied with the decision 
made by his immediate supervisor, he may, within five (5) days thereafter, 
request a review and determination of his grievance by the Department Head. 
Such request shall be in writing and shall contain a statement of the specific 
nature of the grievance and facts relating to it. Such request shall be served 
upon the Department Head. Thereupon, and within five (5) days, the 
immediate supervisor shall submit to the Department Head a written statement 
of his information concerning the specific nature of the grievance and the facts 
relating to it. 
2. The Department Head, or his nominee, will submit the grievance to the 
Grievance Resolution Committee within five (5) days. This Committee, 
consisting of two (2) representatives of the Association and two (2) 
representatives of Management, will review the grievance and seek a 
consensus for its resolution. If a mutually agreed solution is found, it 
becomes the Committee I s recommendation to the Department Head for 
consideration. 
3. The Department Head, or his nominee, may, and at the request of the 
employee shall, hold a hearing within fifteen (15) days after receiving the 
written request and statement from the employee. The employee, and his 
representative, if any, may appear at the hearing and present oral statements 
or arguments. 
4. Within five (5) days after the close of the hearing, or within fifteen (15) 
days after the grievance has been submitted to him if there be no hearing, the 
Department Head, or his nominee, shall make his decision and communicate 
the same to the employee presenting the grievance, and to the employee's 
representative, if any. 
c.	 Third Stage 
In the event the grievance is not satisfied under Stage Two of the grievance 
procedure, the aggrieved employee and the Association may request a review 
of the grievance with the Director of Human Resources. Such request shall be 
submitted in the same manner provided in Stage Two of the grievance 
procedure and shall be submitted within five (5) business days from the 
conclusion of Step Two. The Director of Human Resources will review the 
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grievance within ten (10) business days of receipt of the grievance, with the 
president of the union or his designee. The Director of Human Resources 
shall serve a written reply to the aggrieved employee and the Association 
within ten (10) business days following the close of the Stage Three review. 
d. Fourth Stage - Arbitration Procedure 
1. In the event the grievance (except for grievances arising from Article l.A. 
Section 3) is not resolved after the final step in the grievance procedure 
described above, the union or the County may submit to arbitration in 
accordance with the procedure listed below within ten (10) days of the close of 
the Stage Three review. 
2. Either party will have the right to request a list of the names of seven (7) 
arbitrators from the American Arbitration Association. Upon the receipt of 
such list, each party will alternately strike three (3) names from the list and the 
remaining name will be the arbitrator to be designated to hear the grievance. 
A flip of a coin will determine which party will be the first to strike a name 
from the list. 
3. The arbitrator's decision shall be rendered within thirty (30) calendar days 
of the conclusion of the hearing. 
4. The decision of the arbitrator shall be final in the absence of Human 
Resources Committee review and action by the Jefferson County Board of 
Legislators to reverse the decision. The Board shall render a decision within 
twenty (20) working days of the receipt of the decision by the arbitrator. 
5. The arbitrator shall have no jurisdiction to add, modify, detract, or alter 
the provisions of the agreement. If the grievance concerns matters not 
covered by the agreement or procedures have not been followed, the grievance 
shall be denied. Back-pay awards shall be remitted to the date of the filing of 
the grievance. The County and the Association shall equally share all costs of 
the grievance and neither party shall be responsible for the other party's 
individual costs related to the grievance. 
6. Time Limit for Filing. No grievance shall be entertained or processed 
unless it is submitted at Step 1 within ten (10) business days after the 
occurrence of the event giving rise to the grievance or within ten (10) business 
days after the employee, through the use of reasonable diligence, could have 
obtained knowledge of the occurrence of the event giving rise to the 
grievance. If a grievance is not presented by the employee or the Association 
within the time limits set forth above, it shall be considered "waived" and may 
not be further pursued by the employee or the Association. If a grievance is 
not appealed to the next step within the specific time limit or any agreed 
extension thereof, it shall be considered settled on the basis of the Employer's 
last answer. 
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ARTICLE XVIII - DISCIPLINE
 
A. Exercise of Rights 
No employee shall be disciplined or otherwise removed except in accordance with the
 
provisions of this Article.
 
The following procedure shall be the only procedure available to all employees covered by this 
agreement, which shall also be in lieu of any other procedures that would otherwise be 
available to employees under Section 75 and 76 of the Civil Service Law. 
A disciplinary action or measure may be imposed upon any employee only for just cause. 
Such disciplinary action or measure shall consist of one or more of the following: 
- written reprimand (does not include employee counseling);
 
- suspension;
 
- loss of leave credits;
 
- demotion;
 
- fines;
 
- discharge.
 
Whenever the Employer seeks imposition of any of the above, the employee shall be served a 
written notice of the specific charges being brought against him. The notice of discipline shall 
contain a detailed description of the charges, including dates, times, and places. Two copies of 
the charges and separate notice of proposed penalty shall be sent to the employee, one of which 
may be provided to his union representative. 
Concurrent with the service of the Notice of Discipline and Statement of Charges, the 
Employer shall also serve a separate written Notice of Proposed Penalty which shall state a 
specific proposed penalty. Except when the proposed penalty is discharge, and if the 
disciplinary matter is not disposed of, the proposed penalty shall not be submitted to the fourth 
stage (arbitration) of the appeals procedure or in any judicial proceeding nor shall the proposed 
penalty be submitted as written evidence or introduced as oral testimony in any venue to 
attempt to portray the Employer's state of mind, or to establish an upper limit of discipline, or 
for any reason whatsoever. 
An employee may be suspended without pay if the Employer determines that there is probable 
cause to believe that the employee's continued presence on the job represents an actual danger 
to persons or property, or would severely interfere with operations. Suspensions without pay 
may not exceed thirty (30) calendar days. 
When an employee is suspended, every reasonable effort shall be made by the Employer to 
allow the employee to consult with a union representative before being required to leave the 
premIses. 
Disciplinary charges shall be served in writing within five (5) business days of any official 
verbal notification. 
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B. Appeals Procedure 
An employee against whom disciplinary charges are brought shall have the right to appeal such 
action. Upon receipt of such notification, an employee shall have five (5) work days to file a 
grievance in accordance with step two of the grievance procedure. The grievance resolution 
portion of step two and step three of the grievance procedure will be waived in disciplinary 
grievances. 
Arbitrators in disciplinary matters shall render an advisory award as to guilt or innocence of 
the employee. If the determination of the arbitrator is one of guilt, the award shall contain a 
recommended penalty. Only in cases where the Employer seeks termination shall the award of 
the arbitrator be final and binding on both parties. The Department Head shall make a final 
decision on the penalty which may not be appealed to the grievance procedure but may be 
appealed to Article 78 of the CPLR. 
A disciplinary matter may be settled at any time. Any settlement shall be reduced to writing. 
Under no circumstances mayan employee be required to execute a settlement without being 
afforded a reasonable opportunity to have a representative of the union or his own attorney 
present. A copy of the settlement shall be provided to the union. All settlements shall be 
considered final. 
C. Rights of the Parties 
Either party may inspect and copy, upon request, any written statements of witnesses or 
records which are relevant to the disciplinary charges and which are in the possession of the 
other party in advance of the date of such proceeding. 
No employee shall be coerced or intimidated or suffer any reprisal as the result of his 
exercising the rights guaranteed by this agreement. 
No employee shall be brought up on disciplinary charges for acts which occurred more than 
one year prior to the serving of disciplinary charges upon him, except that the above limit shall 
not apply to acts which, if approved in a court of appropriate jurisdiction, would constitute a 
crime. However, his entire employment history may be considered in the determination of the 
penalty to be imposed. Probationary, provisional, or temporary employees shall not be 
covered by this article. Since the nature of the discipline and discharge hearing is a matter of 
serious and private concern to all parties involved, the hearings will be closed to the public and 
the media. 
ARTICLE XIX - INDEMNIFICAnON 
Section 1. a.	 Judgments 
1) The Employer shall indemnify and save harmless its employees covered by this 
agreement in the amount of any judgment obtained against such employees in a state or 
federal court, or in the amount of any settlement of a claim, provided that the act or 
omission from which such judgment or claim arose occurred while the employee was 
acting within the scope of his public employment or duties; provided further that in the 
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case of a settlement the duty to indemnify and save harmless shall be conditioned upon
 
the approval of the amount of the settlement in accordance with the laws, rules, and
 
regulations of the Jefferson County Board of Legislators.
 
2) The Employer reserves the right to provide for said indemnification in any ways it
 
shall choose, including self-insurance or the purchase of insurance on the marketplace,
 
but not limited to such options.
 
Section 2. a. Defense 
1) The Employer shall provide for the defense of all claims against the employees 
under this agreement covered by Section 1., a. I), at no cost to the employee. Legal 
representation shall be provided in accordance with the terms of the employee's self­
insurance plan or purchased coverage, unless otherwise provided for in the terms of 
purchased insurance. In the event of a conflict of interest, employee shall be so 
informed and may select a legal representative from a panel of attorneys provided by the 
Employer. Such representation shall be provided without charge to the employee. 
Defense of claims against employees by the Employer shall be contingent upon 
compliance by the employee with the provisions of Sections 2., a., 2) and 2., a., 3) of 
this article. 
2) An employee served with a notice of claim or summons (with or without a 
complaint) or a complaint claiming damages arising out of Section 1., a. 1) shall 
forward such documents to the County Attorney's Office within five (5) calendar days 
of its receipt together with written details of the exact date, time, and method of service 
upon the employee. Employee has a continuing duty to forward any further legal 
papers concerning such claims to the County Attorney (or legal representative when 
another has been engaged by the Employer or insurer) no later than five (5) calendar 
days after receipt. 
3) Any employee involved in any incident which may be the subject of litigation as 
determined by the Employer must cooperate with the County Attorney's Office in all 
respects. Such employee must respond promptly to all phone calls and letters and must 
appear for interviews, hearings, examinations, or other proceedings as directed by the 
County Attorney or other retained counsel. 
4) The Employer shall not be obligated to defend or indemnify any employee who 
injustifiably fails to comply with the requirements of Sections 1., a. 2) or 2., a. 2) or 3). 
5) In the event that the Employer declines to defend because it has reasonably 
determined that the claim or suit is not within the terms of Section 1., a. 1), the 
employee may grieve the Employer's decision at the last step of the grievance 
procedure. 
ARTICLE XX - DRUG AND ALCOHOL TESTING 
In order to provide a safe work environment and to protect the public by insuring that employees have the 
physical stamina and emotional stability to perform their assigned duties, the Employer shall perform drug 
and alcohol testing in accordance with the Jefferson County Sheriffs Department's Drug and Alcohol 
Testing Policy. 
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APPENDIX B
 
Sheriff ofJefferson County 
753 Watennan Drive 
Watertown, New York 13601 
ISSUED EQUIPMENT FOR CORRECTION OFFICERS 
1. J.D. Card 
2. Badge 
3. Badge Case 
4. Collar Pins 
5. 3 - LIS Shirts 
6. 3 - SiS Sh irts 
7. 3 - Trousers 
8. e.O. Jackets 
9. e.O. 'B' Caps 
10. Shoes 
II. Garrison Belt 
12. Key Clip 
13. Name Tag 
14. Night Stick Holder 
15. Corrections Law Book 
16. Minimum Standards 
17. Rules /Regulations (Duty Manual) 
18. Night Stick 
19. Rules/Regu lations 
20. Tie & Tie Clasp 
Address all communications to the Sheriff of Jefferson County
 
Make all checks payable to the Sheriff of Jefferson County
 
~ -aa1b 
Hn.rt 04 I'" ThouIS4l'\d Islandlo 
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Appendix B
 
Jefferson County
 
Office of Fire & Emergency Management
 
Metro-Jeff Public Safety Building Glenn W. Morrison 
753 Waterman Drive Director 
Watertown, NY 13601 
PHONE: (315) 786-2654, (315) 785-3 185 
FAX: (3 I 5) 785-330 I 
E-MAIL: glennm@co.jefferson.ny.us 
Issued Equipment for Dispatchers 
(1) J.D. Card 
(1) J.D. Card Holder - Belt Clip with Retractable Holder Line 
(3)* Long Sleeve Shirts 
(4)* Short Sleeve Shirts 
(1) Sweater 
(1) Pair of Shoes 
(5) Pairs of Pants 
(1) Belt 
(1) Policy and Procedure Manual 
*(7) Shirts Total- May Get Up To A Maximum of (4) Long Sleeve Shirts 
Or May Receive All (7) In Short Sleeve 
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JEFFERSON COUNTY BOARDr;,0F LEGISLATORS 
. Resolution No. I-tl.p 
Authorizing Employment Agreement with the Jefferson County 
Sheriff's Employees Local 3089, Council 82, AFSCME, AFL-CIO 
By Legislator: _U. ----t..A- ~ U,-4J1 . . 
Whereas, The attached employment agreement between the County of Jefferson and the Jefferson 
County Sheriff's Employees for the period of January 1, 2005 to December 31, 2010 has been 
reached through collective bargaining in accordance with Civil Service Law. 
Now, Therefore, Be It Resolved, That Jefferson County enter into an agreement, in the form 
hereto attached, with the Jefferson County Sheriff's Employees, and be it further 
Resolved, That, Pursuant to Se~tion 450 of County Law, the Chairman of the Board of 
Legislators be and is hereby authorized and directed to execute said agreement on behalf of 
JeffersonConnty. 0.,...-.~ .'--­
Seconded by Legislator: ~wJ ~~ 
State of New York ) 
) ss.: 
County of Jefferson ) 
! ' , 
I, the undersigned, Clerk of the Board of Legislators of thE;~Jl_unty of Jefferson, New York, do hereby certify 
that I have compared the foregoing copy of Resolution No. f1JI!- of the Board of Legislators of said County of 
Jefferson withlfioriginal thereQf.?!:1 pleinIDy office an,!..9PIY adopted by said Board at a meeting of said 
Board on the day of t}'1Y;T2'lrJb.er- ,20-IJ-L and that the same is a true and correct copy of 
such Resolution and the whole thereof. . 
!;p!t:i!tGe;~, D7~e hereunto set my hand and ffi. d the seal of'said County this ~ day of 
-f1-U C\dJf~ ­
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Jefferson County Sheriff's Employees Jefferson County 
~;{I!
 
Jl2Y~14-!l11
 
;f2~~
Staff Representative, ouncil 82 
,~f, e~A-
ChaiTaI1: Board ol~islators 
" 
/, ~ ,..~'/~ 
L gisIator, Member of Negotiating Committee 
/) 
/ .."1/'. .(,/'/ 
/j;41LJt-L .{k/l=- .' 
Deput County AdminIstrator 
The attached Code of Ethics 
is provided solely for your 
information and is not part 
of the contract. 
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CODE OF ETHICS
 
ADOPTED BY THE JEFFERSON COUNTY BOARD OF SUPERVISORS ON OCTOBER 6, 1970. 
Be it enacted by the Board of Supervisors of the County of Jefferson as follows: 
Section 1. Pursuant to the provisions of section eight hundred six of the General Municipal Law, the 
Board of Supervisors of the County of Jefferson recognizes that there are rules of ethical conduct for 
public officers and employees which must be observed if a high degree of moral conduct is to be 
obtained and if public confidence is to be maintained in our unit of local government. It is the purpose 
of the Resolution to promulgate these rules of ethical conduct for the officers and employees of the 
County of Jefferson. These rules shall serve as a guide for official conduct of the officers and 
employees of the County of Jefferson. The rules of ethical conduct of this Resolution as adopted, shall 
not conflict with, but shall be in addition to any prohibition of article eighteen of the General Municipal 
Law or any other general or special law relating to ethical conduct and interest in contracts of municipal 
officers and employees. 
Section 2. Definition, (a) "Municipal Officer or Employee" means an officer or employee of the 
County of Jefferson, whether paid or unpaid, including members of any administrative board, 
commission or other agency thereof. No person shall be deemed to be a municipal officer or employee 
solely by reason of being a volunteer fireman or civil defense volunteer, except a chief engineer or 
assistant chief engineer. 
(b) "Interest" means a pecuniary or material benefit accruing to a municipal officer or employee unless 
the context otherwise requires. 
Section 3. Standards of Conduct. Every officer or employee of the County of Jefferson shall be subject 
to and abide by the following standards of conduct: 
(a) Gifts. He shall not directly or indirectly solicit any gift; or accept or receive any gift having the
 
value of twenty-five dollars or more, whether in the form of money, services, loan, travel,
 
entertainment, hospitality, thing or promise, or any other form under circumstances in which it could
 
reasonably be inferred that the gift was intended to influence him, or could reasonably be expected to
 
influence him, in the performance of his official duties or was intended as a reward for any official
 
action on his part.
 
(b) Confidential information. He shall not disclose confidential information acquired by him in the
 
course of his official duties or use such information to further his personal interest.
 
(c) Representation before one's own agency. He shall not receive, or enter into any agreement, express 
or implied, for compensation for services to be rendered in relation to any matter before any municipal 
agency of which he is an officer, member or employee or of any municipal agency over which he has 
jurisdiction or to which he has the power to appoint any member, officer, or employee. 
(d) Representation before any agency for a contingent fee. He shall not receive, or enter into any 
agreement, express or implied, for compensation for services to be rendered in relation to any matter 
before any agency of his municipality, whereby his compensation is to be dependent or contingent upon 
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any action by such agency with respect to such matter, provided that this paragraph shall not prohibit 
the fixing at any time of fees based upon the reasonable value of the services rendered. 
(e) Disclosure of interest in legislation. To the extent that he knows thereof, a member of the Board of 
Supervisors and any officer or employee of the County of Jefferson, whether paid or unpaid, who 
participates in the discussion or gives official opinion to the Board of Supervisors on any legislation 
before the Board of Supervisors shall publicly disclose on the official record the nature and extent of 
any direct or indirect financial or other private interest he has in such legislation. 
(f) Investments in conflict with official duties. He shall not invest or hold any investments directly or 
indirectly in any financial, business, commercial, or other private transaction, which creates a conflict 
with his official duties. 
(g) Private employment. He shall not engage in, solicit, negotiate for, or promise to accept private 
employment or render services for private interests when such employment or service creates a conflict 
with or impairs the proper discharge of his official duties. 
(h) Future employment. He shall not, after the termination of service or employment with such 
municipality, appear before any board or agency of the County of Jefferson in relation to any case, 
proceeding or application in which he personally participated during the period of his service or 
employment or which was under his active consideration. 
Section 4. Nothing herein shall be deemed to bar or prevent the timely filing by a present or former 
municipal officer or employee of any claim, account, demand or suit against the County of Jefferson, or 
any agency thereof on behalf of himself or any member of his family arising out of any personal injury 
or property damage or for any lawful benefit authorized or permitted by law. 
Section 5. Distribution of Code of Ethics. The Chairman of the Board of Supervisors of the County of 
Jefferson shall cause a copy of this Code of Ethics to be distributed to every officer and employee of the 
County of Jefferson within thirty days after the effective date of this Resolution. Each officer and 
employee elected or appointed thereafter shall be furnished a copy before entering upon the duties of his 
office or employment. 
Section 6. Penalties. In addition to any penalty contained in any other provision of law, any person 
who shall knowingly and intentionally violate any of the provisions of this code may be fined, 
suspended, or removed from office or employment, as the case may be, in the manner provided by law. 
Section 7. Effective date. The Resolution shall take effect thirty days after it is filed as provided in 
section twenty-seven of the Municipal Home Rules Law. 
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ADMINISTRATIVE MEMORANDUM 
POLICY AND PROCEDURES 
County of Jefferson Board of Legislators Office of County Administrator 
Section: PERSONNEL Issued: 4/90	 Subsection: 3:04 
Subsection: Smoking Regulations Revised: 1/03	 Page: 1 
'OLlCY: 
he interest of providing a safe and healthy environment for Jefferson County employees and visitors utilizing Jefferson County facilities, and 
n accordance with the provisions of state legislation, smoking is prohibited throughout facilities owned and operated by the County of Jefferson 
:'I".ept in designated and identified smoking pennitted areas. 
"\.LQUIREMENTS: 
I.	 Smoking is defined as having a lighted cigarette, pipe, or other smoking material. 
2.	 The preference of a non-smoker to smoke free air will prevail over an individual's preference to smoke. 
3.	 Smoking is prohibited in corridors, restrooms, or on stairways; on elevators, in office lobbies, waiting rooms, meeting rooms, conference 
rooms, assembly spaces, private enclosed offices, enclosed or common work areas occupied by more than one person, classrooms, and 
areas containing equipment used by employees in common (i.e., copier and computer). 
4.	 The County shall designate "smoking pennitted areas" outside of County facilities. All designated smoking areas will be clearly marked 
and equipped with adequate ash receptacles. 
5.	 Smoking shall be prohibited in vehicles, owned or leased, by the County of Jefferson. 
6.	 The Director of Public Health shall develop and implement smoking awareness and cessation programs to inform and assist County 
employees. Release time and County sponsorship will be provided to encourage participation in County cessation programs. 
7.	 Smoking shall be prohibited within 20 feet of properly posted "no smoking" signs. Signs shall be posted at all main entrances and exits 
to County buildings. All outdoor areas where smoking is prohibited shall be clearly marked with "no smoking" signs, utilizing the 
international "no smoking" symbol. 
8.	 All County employees shall be made aware of and provided a copy of this policy. 
9.	 This policy in no way shall alter any articles currently contained in collective bargaining agreements with any ofthe recognized Jefferson 
County employee organizations. 
PROCEDURES: 
I.	 Department heads shall be responsible for the enforcement and compliance with this policy within their departmental work areas. 
2.	 It is the department head's responsibility to ensure their employees are aware ofsmokingrestrictions, resolve confiicts involving smoking, 
and uphold the non-smokers reasonable objections if problems cannot be resolved. 
3.	 The Buildings Department Security personnel shall be responsible for enforcement and compliance within all publicly accessible areas 
throughout the County buildings. 
4.	 The Building Superintendent shall be responsible for the designation and signing of all "nosmoking" and "smoking permitted" areas. 
5.	 Any questions or complaints concerning the implementationsofthis policy should be reviewed with the department head. Ifunresolved, 
it should be referred in writing to the Office of the County Administrator. 
6.	 Instances of failure to comply with this policy shall be reported to the County Administrator. The County Administrator shall keep the 
Board Chairman and jurisdictional committee of the Board apprised of non-compliance and in itiate appropriate corrective action. 
KEFERENCES: 
I.	 New York State Public Health Law Article 13-E 
2.	 Jefferson County Board of Supervisors Resolution No. 73 
3.	 Jefferson County Board of Legislators Resolution No._ of 2002 
~FFECTIVE: January l, 2003 
ISSUED: 4/90
 
James W. Wright
 
:ounty Administrator
 
REVISED: lI03
 
lobert F. Hagemann, III
 
:ounty Administrator
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Section: PERSONNEL Issued: 12/89 Subsection: 3.03 
Subsection: Drug Free Workplace Revised: Page: 1 
POLICY: 
Jefferson COWlty shall maintain a drug-free and alcohol-free workplace. The unlawful use, possession, manufacture, dispensing, or 
distribution ofcontrolled substances orthe use ofalcoholic beverages by a County employee in the workplace is prohibited. As acondition 
of employment, CoWlty employees are required to abide by the terms of this policy. 
REQUIREMENTS: 
1.	 A. Employees shall notify their department head of any criminal drug statute conviction for a violation occurring in the workplace 
no later than five days after such conviction. 
B.	 In the event that an employee so convicted is employed in a position funded by a federal grant, the department head shall notify 
the federal grantor agency of such conviction within ten days from the date that the employee has provided notice or the 
department head has otherwise become aware of such conviction. 
C.	 Within thirty days 0 freceiving notice of or becoming aware of such conviction, the department head shall initiate appropriate 
personnel action against such employee, up to and including termination and/or requiring such employee to participate 
satisfactorily in a drug abuse or alcohol abuse assistance or rehabil itation program approved for such purp oses by a Federal, State, 
or local health, law enforcement, or other appropriate agency. Each case requiring personnel action shall be considered and 
evaluated on its own merits and, where applicable, the action shall be consistent with the tenns of existing co llective bargaining 
agreements. 
2.	 The Director ofPers onnel and the Director ofCommunity Services shall cooperatively develop and implementa drug-free andalcoho 1­
free awareness program to inform employees about: 
A.	 The dangers of drug and alcohol abuse in the workplace. 
B.	 The County's policy ofmainta'ining a drug-free and alcohol-free workplace. 
C.	 Any available drug and alcohol counseling and rehabilitation programs. 
D.	 The penalties that may be imposed upon employees for drug abuse and alcohol abuse violations occurring in the workplace. 
3.	 A II County employees shall be made aware of and provided a copy of this policy. 
4.	 Instances of failure to comply with this policy shall be reported to the County Administrator. The County Administrator shall keep 
the Board Chairman and juris dictional committee ofthe Board apprised of non-compliance and initiate appropriate corrective action. 
Any question relative to the intent ofth is policy shall be subject to a determination of the appropriate jurisdictional committee of the 
Board or the Board ofSupervisors if necessary. 
REFERENCES: 
1.	 Jefferson County Board of Supervisors Resolution No. 352,1989 
2.	 Drug-Free Work Place Act, Public Law 100-690, Title Y, Subtitle D 
EFFECTIVE: Immediately 
rSSUED: November 21, 1989 
James W. Wright
 
County Administrator
 
ADMINISTRATIVE MEMORANDUM 
POLICIES AND PROCEDURES 
County of Jefferson Board of Legislators Office of the County Administrator 
Section: Human Resources Issued: 5/00 Subsection: 3,06 
Subsection: Sexual Harassment Revised: Page: 
POLICY: Sexual Harassment 
Jefferson County is committed to serving the public efficiently and effectively, and to providing its employees, 
clients and patrons with an environment which is conducive to optimum performance. Any form of discriminatory 
behavior prevents employees from performing up to their fullest potential and also creates an offensive and adverse 
environment for employees and clients. Sexual harassment is a form of unlawful discrimination and is a violation 
of Jefferson County policy. 
REQillREMENTS: 
I.	 Sexual harassment is defined as unwelcome sexual advances, requests for sexual favors, and other verbal
 
or physical conduct of a sexual nature when:
 
a.	 Submission to such conduct is made explicitly or implicitly a term or condition of an
 
individual's employment;
 
b.	 Submission to or rejection of such conduct by an individual is used as the basis for
 
employment decisions affecting the individual; or
 
c.	 Such conduct has the purpose or effect of unreasonably interfering with an individual's
 
work performance or creating an intimidating, hostile or offensive working environment.
 
2.	 Sexual harassment is prohibited conduct for all Jefferson County employees and constitutes grounds for
 
disciplinary action.
 
3.	 All County employees shall be made aware of and provided a copy of this policy. 
PROCEDURES: 
1.	 Department heads shall have the primary responsibility for enforcement and compliance with this policy. 
2.	 All employees of Jefferson County are responsible to notify their supervisor or Department Head
 
immediately regarding incidents of sexual harassment. If the supervisor is alleged to be the individual who
 
engaged in sexual harassment the notification will be made directly to the Department Head. If the
 
Department Head is alleged to be the individual who engaged in sexual harassment the notification will be
 
made directly to the Director of Human Resources or his/her designee.
 
ADMINISTRATIVE MEMORANDUM 
POLICIES AND PROCEDURES 
County of Jefferson Board of Legislators Office of the County Administrator 
Section: Human Resources Issued: 5/00 Subsection: 3.06 
Subsection: Sexual Harassment Revised: Page: 2 
3.	 Allegations of sexual harassment will be investigated promptly and thoroughly. Investigations will be 
handled in a professional manner while maintaining confidentiality except as is reasonably necessary to 
investigate and remedy the matter. 
4.	 If an employee feels that he or she has been subjected to sexual harassment, an attempt may be made to 
resolve the problem through informal procedures if such a course of action is appropriate under the 
circumstances. 
5.	 If the employee feels that informal resolution of the matter is not appropriate or if an attempt at informal 
resolution was ineffective, the employee shall make a written report using the official complaint form 
through his/her immediate supervisor or the Department Head. If the employee is unable to make the report 
of harassment to his/her immediate supervisor or the Department Head, the report will be made to the 
Director of Human Resources or his/her designee. (Jefferson County Office Bldg., 2nd Floor, 175 Arsenal 
St., Watertown, N.Y., ph. # 785-3147) 
6.	 If a complaint of sexual harassment is made and an inquiry indicates that the charge is unlikely to be 
resolved informally, or an attempt at informal resolution has been unsuccessful, then the Department Head 
or the Director of Human Resources may institute more formal procedures to correct the problem. 
7.	 Threats or other forms of intimidation and retaliation against a complainant or any other party reporting or 
acting pursuant to this policy are violations of the policy and constitutes grounds for disciplinary action. 
8.	 Knowingly making a false report impedes the effectiveness of this policy and constitutes grounds for 
disciplinary action. 
REFERENCES: 
1.	 Jefferson County Board of Legislators' Resolution No. 133, 2000. 
2.	 Title VII Civil Rights Act of 1964. 
3.	 Civil Rights Act of 1991. 
4.	 New York State Executive Law §290 et seq. 
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